Abstract. This paper, based on the theory and method of competency model of knowledge workers' comprehensive ability, creates the competency model of knowledge workers in high tech enterprises so as to provide a scientific and theoretical basis for the training, selection, evaluation of competent talents. Targeted on those knowledge-oriented workers in high-tech enterprises, this paper will elaborate the knowledge workers' competency model on the bases of interviewing key event, questionnaire and statistical analysis. Furthermore, multi factor line regression model will be explained with the analysis of first class fuzzy comprehensive evaluation and second class fuzzy comprehensive evaluation as a premise. Competency model is a guideline in the recruitment, selection of knowledge workers, motivating, and training and performance evaluation in high tech enterprises. It will also be a lighthouse of the self-development of the knowledge workers.
those who can apply expert system to increase their value. Scholars have conducted many theoretical and practical studies on the concept of knowledge workers. Tu Haiqun [12] (2004) studied the classification of knowledge workers. Liao Jianqiao [13] (2009) divided the knowledge workers into several types, mainly on three dimensions: the dimension of application, creation and dissemination.
Each dimension is divided into two zones, namely the high and low. Combined all possibilities, knowledge workers can be divided into eight types. Yu Fei [14] (2011) took knowledge workers, conducted in-depth and practical research on high-tech enterprises through questionnaires, interviews, and mathematical statistics analysis of key events, and built a competency mode. The model guides the recruitment, selection of knowledge workers, motivating, and training and performance evaluation in high tech enterprises. It will also be a lighthouse of the self-development of the knowledge workers. Qun Qun [15] (2011) adopted a comprehensive evaluation method and combined fuzzy mathematics with analytic hierarchy process to evaluate and study the competence level of knowledge workers, and provide enterprises with new ideas for better management of knowledge workers. Huang Ming [16] (2016) analyzed the causes of competency and developed a competency model for cultural and creative talents. The construction of competency is comprehensively assessed on the corporate strategic objectives, evaluation indicators, capabilities of assessors, value of assessment and assessment methodology.
Researches
Here, it is necessary to analyze the industry and business characteristics of high-tech companies, sample testing of some companies so as to fully understand the performance of existing employees, work conditions and composition, their management methods. According to the different requirements of each position in the sample companies, one or two employees are selected from the competent workers and ordinary workers. The key event interview method and is adapted to record relevant data and information, to analyze the result of interviewing senior managers and experts. Also, it will discuss the key behavior and core competency of knowledge workers, obtain sample information about knowledge workers' comprehensive capabilities. Together with the existing position performance standards, job descriptions, and other documents, competency questionnaires is compiled and carried out in the selected enterprises. Finally, a detailed analysis of the result of the questionnaire was conducted to determine the competency model of knowledge workers in high-tech enterprises.
According to the competency characteristics extracted from the result of interviews of key events, it will tentatively describe and transfer each competency characteristics to come out 40 descriptive behavior questions. The questionnaire, which also describes the competency by behavior, then assigns the indicator elements according to the importance, 1 point for least important, least important <2 points<less important , less important 3 points, less important < 4 points< important, important 5 points and 6 for very important. Out of 450 questionnaires distributed, 410 valid questionnaires were eventually collected.
Construction of Knowledge Worker Competency Model

Construction of Evaluation Index System for Knowledge Worker Competency
Statistical analysis Tool SPSS19.0 was used to analyze the 410 valid questionnaires, resulting the main factors affecting the comprehensive ability of knowledge workers are knowledge, skills, abilities, personality and motivation. In accordance with the competencies of each factor, these four competencies are named as follows: Knowledge dimension B1: Competent for existing work, knowing of various professional knowledge and general knowledge required. Skills dimension B2: competent of current work and master of the business. Ability dimension B3: All thoughts and actions related to innovation, planning, and induction can be utilized to analyze the problem, understand the problem, and solve the problem, live alone with all colleagues and handle different things. Personality and Motivation Dimension B4: This includes the basic characteristics and basic qualities of a person, as well as personality, quality, values, social motivation, internal driving force, attitude, and personal self-image etc. And way used in solving stress, encountering emergencies, and solving problems will significantly reflect the competency. This paper is based on the four dimensions and the result is shown in Figure 1 . 
Comment Set
Comment Set:
，This Research: U= (Good, Better, Middle, Worse, Worst)
Weight of the Indicators
For each indicator, according to the expert group's score on the relative importance, the built and comparison of the judgment matrix is performed. It is assumed that the 12 experts have the same utility and prestige.
Single Hierarchy Arrangement and its Consistency Check
Formula (1) is to have single hierarchy arrangement and its consistency check:
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Formula (1) results that the matrix needs to be adjusted until it reaches the proper consistency value.
Total taxis of Hierarchy and its Consistency check
Same like the steps of single hierarchy arrangement, total taxis of hierarchy is also has the same check of single hierarchy arrangement. When getting the first level index weight
is second level index weight. ( )
Fuzzy Evaluation Matrix
Membership grade is used to describe the degree of membership in the remark set, getting (7) the single factor fuzzy evaluation matrix Ai：
Among the 3 rd level index in l and the 2 nd index in i, it will use i ij a to show that it subjects to j remark level. For example, the 12 experts, after evaluation, will come 2 results for one selected knowledge workers. As is shown in table 2 the assessment on competency, A1 is the knowledge workers' knowledge-relative matrix, A2 Skill matrix, A3 Capabilities Matrix and A4 motivation and personality matrix. 
Comprehensive Evaluation on First Level Fuzzy
Operator will comprehensively evaluate the 1 st level fuzziness and confirm the relative fuzzy 
Finalize Evaluation Level
According to membership grade (max) principle, it is necessary to evaluate and finalize interviewee's level. Based , showing that the worker has excellent marks on competency.
After the calculation, if the two employees have the same rating, then the comprehensive score of the competency level should be calculated. For example, when a fuzzy comprehensive evaluation of another knowledge worker has the same rating level, there will be a concrete comparison of the two competencies. This article gives a certain score to the rating level, multiplies this score with the corresponding rating value, and then sums its result to obtain a comprehensive score. Table 4 shows the corresponding scores for comment grades. 
（12） From the calculation, we can know that for the score of the competencies of employee A is lower than the score of employee B. Therefore, A's competency is lower than that of B, that is, A<B.
Factors of generating Knowledge Workers Competency Test Model
Through the above analysis, for high-tech enterprise knowledge workers, there should be four comprehensive competencies, namely, communication ability, team cooperation ability, initiative ability and professional comprehensive ability.
Professional Ability
It includes rational thinking, desire for accomplishment, learning ability, innovation ability, technical ability, and adaptability. In high-tech enterprises, the professional comprehensive ability is
Number of defended persons
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the core ability that a knowledge worker should have and of crucial importance to the performance. The above analysis shows that the professional comprehensive ability contributes the most to the overall contribution rate and can play a decisive role. This ability includes the ability to continuously innovate at work, the ability to adapt to complex work, the ability to learn to achieve self-achievement, solid professional skills, and rational thinking skills. The key to improving the skills of a knowledge worker is resilience and continuously learning ability. And, the key to the company's development is innovation. Through self-improvement, employees could dramatically increase the comprehensive level of high-tech enterprise to a new high.
Initiative Ability
In high-tech enterprises, it mainly refers to flexibility, self-confidence, initiative, and coordination ability, which are often referred to as invisible qualities and are not easy to evaluate and observe. These are often the key factors that hinder the development of enterprises and restrict employees themselves. Usually, excellent knowledge-based employees are confident, enthusiastic and active, and can handle and coordinate flexibly for a variety of unexpected problems. In the high-tech industry, there are still many technologies that have not been broken. Therefore, new issues will occur here and there, which requires knowledge-based work to be able to use professional skills and knowledge flexibly, and to actively take the initiative to handle the problems that happens, which is the best display of the competency of a knowledge worker.
Teamwork Capability
It mainly shows on adaptability, teamwork, and the sense of responsibility. As we all know, technology development is difficult to accomplish by one person. Team development is the most common model, which needs all kinds of coordination and cooperation. When dealing with a bid project, it will involve the entire company. Therefore, team work is very important. The relationship between the coordination team and the entire project, the relationship between the members, and the relationship between the teams are particularly important. In addition, the sense of responsibility is also crucial. The personal development goals and organizational development goals of the employees can be effectively combined through the sense of responsibility of the employees. The interests of the organization need to be prioritized, and the work must be performed with due diligence and inevitability.
Communication Ability
In high-tech enterprises, the communication skills of knowledge workers mainly include interpersonal insight, language expression, and communication skills, which is a necessary to obtain. In the work, through smooth communication, the errors caused by information transmission can be reduced, which ensures the efficiency of the work. For each employee at work, teamwork capabilities are important, so the ability to communicate is also critical. Good communication skills enable employees to communicate quickly, accurately and without barriers during work. In summary, the relevant competency model of knowledge workers can be obtained and applied to human resources and many other industries.
Application Instances
This research will take S company as an example and will apply the competency model during its recruitment.
Implementation Process of applying competency model in the recruitment of S company
The company needs to enroll a number of knowledge-based employees. After the preliminary screening on the skills, qualifications, and professional primaries of the all candidates, 4 win. Then interview the four primary candidates, using behavioral event interviews to interview the 4 candidates and build the competency model based on the interview result. And a linear regression model of competency and Table 6 were used to calculate and finally the newly-employed personnel were ranked in terms of expected performance. Table 5 is a list of the expected performance of new recruits. From the ranking table shown in Table 5 , it can be seen that for the ranking of the hiring person, the new evaluation method is the same as the ranking after the evaluation according to the original evaluation standard, and the new evaluation method is more accurate and specific, which indicates that competency model provides a comprehensive distinction between the average performer and the meritorious performer. Based on the ranking, S company eventually hired the top 3 candidates, namely A1, A3 and A4 candidates. 
Effectiveness Analysis of Competency Model in Recruitment
After several months of trial implementation and improvement, the newly-built competency model of S company was gradually improved. In the recruitment of S company, the model was applied to the second interview. Therefore, the assessment index has a quantifiable feature and the model can be evaluated. The combination of the explicit quality of talents and potential qualities, the combination of quantitative assessment and qualitative assessment, and the accuracy of talents identification have been improved, as well as the talent management of S company.
7.2.1Combination of Interviewee's Potential and Explicit Competencies
In the past, the company was only able to test talent's explicit quality, and its potential quality assessment was powerless. The competency model solved this problem very well, and it was able to evaluate candidates comprehensively and accurately. The performance has greatly improved. Also, the model provides the basis for employee's future promotion and training.
Combination of Quality Assessment and Quantity Assessment
The company organically compares the basic capabilities and competencies, and draws inadequacies and desirable points between each other. It also improves the accuracy of assessments when involving interview during talent selection.
The Increase of Accuracy on Identifying Talents
After using the evaluation system, the recognition rate of talents has been greatly improved in S company. And the interviewers' limit experience during the interview will not affect the fairness of the recruitment. During the probation period, one employee was dismissed because he is incompetent of carrying out his job. One employee resigned. The other four knowledge workers managed to pass the internship period. "The overall quality of these four people is very high, the level of work and performance are also very good" said by the department heads who is very satisfied with their level of business.
Significant Improvement of Talent Management of S Company
Recruitment is a two-way selection process. Employers and candidates choose each other.
Candidates can learn about the company's background during probation. They can feel the company's culture and management while they are closely connected. The most direct way to inspect the company's management level is to use the various aspects of the recruitment process to standardize the recruitment test. The link and testing system gives applicants a message that talents are well managed and are appreciated, which will attract more talents.
Conclusions
This paper adopts the theory and method of competency model theory to research the comprehensive ability of knowledge workers, builds a knowledge-based employee competency model among high-tech enterprises, and provides scientific and rigorous theoretical basis for selection and assessment of talents. Exemplifying with the research-based knowledge employees , in-depth research on high-tech companies conducted, and the utilization of key event interviews, questionnaires, mathematical statistics and other methods are all combined to build a research-based knowledge worker competency model. Together with 1 st level fuzzy comprehensive evaluation of the competency evaluation model and 2 nd level fuzzy comprehensive evaluation, a multiple linear regression model is also developed. The combination of the 2 methodology provide a basis for the selection, motivation, training, and performance evaluation of knowledge workers during the company's recruitment, and also guide the self-development of knowledge workers.
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